The aims of this study were to identify the level of job satisfaction (JS) and the degree of transformational leadership (TLS) practice in technical colleges in western Libya, as well as detect the impact of TLS on job satisfaction. Additionally, verifying the role of procedural justice (PJ) as a mediating variable between TLS and job satisfaction. Consequently, to achieving the research objectives, the measurement tools were developed depending on previous studies. Moreover, a simple random sample of 159 faculty members was selected. The study found that the level of job satisfaction was medium and conversely of that the level of TLS practice was low. The results showed that TLS has a substantial and positive impact on job satisfaction. It also revealed that procedural justice partially mediates the relationship between TLS and job satisfaction. Finally, the study recommended improving job satisfaction by focusing on encouraging managers to adopt transformational leadership and adopting procedural justice principles.
I. INTRODUCTION
The success of the organizations depends primarily on the leadership style and behaviors adopted by leaders. Consequently, scholars emphasize the key role of the organization's leadership in managing human resources and their ability to build an organizational environment that motivates and encourage them to work with sincere desire. Effective leadership is the leadership that can create a clear vision for the organization convinces subordinates. Scholars have argued that the transformational leadership owns a set of characteristics that qualify it to be an effective leader; transformational leadership provides motivation and inspiration, develops skills, takes into account the humanitarian and moral aspects, and gives good reward to subordinates. Accordingly, studies have shown that leadership patterns and the sense of organizational justice are key factors influencing job satisfaction [1] . In line with that, transformational leadership (TLS) as one of these patterns has been able to achieve great success in regard to subordinates discipline and accepting them to work and achieve goals through its different mechanisms. It sets a vision for the future, works to take opportunities, motivate the creative energies of the workers and increase their sense of commitment. As they can also change the organization's culture of desired trends, create trust between it and subordinates promote a sense of justice of all kinds and increase the values of loyalty to the organization. On the other hand, the issue of organizational justice has attracted the attention of researchers. Accordingly, most studies indicate that organizational justice with its dimensions is one of the most important factors affecting the organizations' success and other phenomena such, as job satisfaction and performance improvement [2] . In the past, financial resources played a critical role in the success of organizations, but at present ethics, quality of work life, job satisfaction, organizational justice, and other concepts have become determinants of the success and stability of organizations. [3] . In light of the above, the current study aims mainly to study the impact of TLS on job satisfaction and to determine whether the procedural justice variable mediates this relationship.
II. THEORETICAL BACKGROUND

A. Transformational leadership
TLS is defined as the leadership style that achieves organizational commitment to employees by giving them greater freedom to act and make decisions about their work [4] . Consequently, this concept was developed to describe leaders who transform and develop the work issues for the better by their ability to innovate and provide innovative ideas that lead to major changes in work performance. Accordingly, TLS a concept encompasses four dimensions which are (1) idealized influence; this dimension embodies the emotional element of TLS and indicates that TLS influences his subordinates by being a role models (2) inspirational motivation, this dimension relates to the ability of the transformational leader to activate his subordinates by meeting their basic requirements of selfesteem and achieving their goals [5] , (3) intellectual stimulation, transformational leader helps his/her followers identify problems, challenge, deal with their abilities and encourage them for creativity, (4) individualized considerations, TLS treat each employee individually and takes into account the personal needs, abilities and desires of each employee advising and providing support when necessary.
B. Transformational leadership and Job satisfaction.
The interest in job satisfaction is due to the attempts of the organizations' management to ensure employees' loyalty and their support for the goals seeks to achieve. Therefore job satisfaction defined as a degree to which a person positively evaluates his/ her functional experiences [6] . Thus, the main indicator of job satisfaction is how leaders and subordinates feel about their jobs? [7] . It is a positive emotional state that appears as a resulting of a person's work or experience in the organization [8] While negative attitudes towards workers are formed if workers are dissatisfied with their jobs. Previous studies indicate that leadership style is one of the main factors that affect employee satisfaction. Some studies indicated that leader who holds idealized influence able to influence his followers which they deal with him and consider him as an example to them this, in turn, enhances their satisfaction [9] . The transformational leader acts through the idealized influence, motivate subordinates and influence their motivations which in turn affect the level of job satisfaction. On the other hand, by individual consideration, he provides support, encouragement, and training, which plays a key role in developing the abilities and skills of subordinates, which positively affects job satisfaction [10] . In addition, the inspiring motive enables the leader to instill pride in his followers and urge them to transcend their personal interests in favor of the organization, by intellectual stimulation, he encourages his subordinates to challenge, take risks, share knowledge, solve problems, and tolerate errors resulting from attempts to find innovative solutions to problems.
C. Procedural justice and job satisfaction
Organizational justice is one of the important and effective administrative concepts that have attracted the attention of many researchers for its great impact on the organization and its functions. Consequently, most of the literature dealing with the issue of organizational justice suggests that it includes three main dimensions: Procedural Justice, Interactional Justice, and Distributive Justice [11] . The present study focuses on the test of the dimension of procedural justice as a mediating variable in the relationship between transformational leadership and job satisfaction. Procedural justice refers to the behavior and processes used by the organization to perform the various functions and focuses on the procedures and laws through which the organizational outputs are distributed. Researchers identified a set of criteria that are relied upon to realize procedural justice includes : (1) Consistency, means stability and fairness in dealing with individuals (2) Unbiased, this means to apply the same procedures to all individuals targeted by a particular decision (3) Accurate, by scrutinizing in information before making procedural decisions (4) Correct, by correcting decisions in the case of appeals and complaints by individuals; (5) Representative, where such decisions must represent all individuals without exception; (6) Ethical, by respecting public principles and morals when applying procedures [12, 13] . Many see that organizational justice by procedural justice dimension is one of the greatest determinants of job satisfaction through procedural and relationships in an organization [14] . The results of the studies indicate that the realization of organizational justice has a pivotal role in influencing many work outputs such as job satisfaction and organizational [15] . On the basis of the aforementioned theories and empirical studies, we hypothesized the following: H1: Transformational leadership significantly influences on procedural justice among faculty members in technical education colleges in the western region of Libya.
H2:
Procedural justice significantly influences on job satisfaction among faculty members in technical education colleges in the western region of Libya.
H3: Procedural justice mediates the relationship between transformational leadership and job satisfaction among faculty members in technical education colleges in the western region of Libya.
III. METHOD
The data were collected from a sample of 159 faculty members from 5 technical education colleges in the western region of Libya. Consequently, the questionnaire was designed based on previous studies relevant to the subject of the study by using the scales established by the researchers which showed high validity and reliability. Accordingly, the study tool consisting of 20 items measure TLS (MLQ -5X Short Form) [16] , the procedural justice was measured with 5 items by [17] , as well as Job satisfaction was measured by 8 items adapted from [18] . All items were based on a 5-point Likert type scale, ranging from 1 (strongly disagree) to 5 (strongly agree). Moreover, all the data were analyzed using SPSS, version 23. On the other hand, the linear regression, and mediation analysis method suggested by Baron and Kenny [19] was employed to test hypotheses. 
IV. RESULTS
First of all, a series of tests were carried out to verify the assumptions necessary for the regression analysis. The results showed that the data were appropriate and no violations were found for the application of the regression equations. In addition, reliability tests, descriptive statistics and correlation test were conducted between the study variables. The results are presented in Table I.   TABLE I The table shows that all the values of Cronbach's alphas for all study variables were high and acceptable and exceeded the assumed value of 0.70 as suggested by [20] . The results also show that all variables of the study are significantly correlated to each other. The mean value of transformational leadership 2.74 its lower than the mid-point of the scale, indicating that the faculty members believe that their leaders are displaying low levels of transformational leadership behaviors, as well as the mean values of procedural justice and job satisfaction respectively (3.03, 3.06), which means that there is a medium level of procedural justice and job satisfaction among faculty members in technical education colleges in western Libya. Table II shows a simple regression analysis test of the first and second hypotheses. In the first model, we tested the relationship between TLS and procedural justice the results showed that TLs contributed positively and significantly to procedural justice (β = .404, p < .01), R² =.16.3. So, TLs explains 16.3% of the variance in procedural justice. In the second model we tested the relationship between procedural justice and job satisfaction, the results showed that the procedural justice influenced and contributed significant positive on job satisfaction, (β = .687, p < .01), R² =.47.3. So, procedural justice explains .47.3% of the variance in job satisfaction. Therefore, the first and second hypotheses are accepted. In order to test the mediator role of the procedural justice variable between the transformational leadership and the job satisfaction variable, the researcher adopted the steps and the conditions identified by Baron and Kenny according to the following: (a) there should be a significant effect between independent variable and mediator variable; (b) there should be a significant effect between independent variable and dependent variable; (c) there should be a significant effect between mediator variable and dependent variable with the independent variable as a control variable, this condition includes two aspects: If the beta value reduced when the mediator variable enters, this means there is a partial mediation role. If the beta value (zero-effect) in the equation, it means there is a full mediation role between the independent variable and dependent variable.
Based on the above, and in the light of the results of Table  II , it turns out the achievement of the first and second conditions of with regard to the relationship between the independent variable (transformational leadership) and the intermediate variable (procedural justice).
In the second step were entered variables successively as shown in Table III . In the first model, the relationship of TLS with job satisfaction was tested; the results showed that TLS has a significant and positive effect on job satisfaction, where (β = .503, p < .01) R² =.253 indicates that the independent variable interprets 25.3% of the variance in the dependent variable and the possibility of circulating the model to another research community.
On the other hand, the relationship between TLS and job satisfaction is a linear relationship this means the validity of the model to predict variance in the dependent variable. Based on this finding, the third condition of mediation was achieved. In the second model, the procedural justice variable was added to the regression equation. The table shows that the value of beta in the second equation was less than its value in the first equation with its survival statistically significant, which means that the procedural justice variable partially mediates the relationship between transformational leadership and job satisfaction.
V. DISCUSSION
The aim of this study was to identify the impact of TLS on job satisfaction and examine the role of procedural justice as a mediating. The findings of the study proved that transformational leadership has an important role in supporting job satisfaction. Consequently, our finding is in line with some previous studies considered that TLS supporting subordinates' job satisfaction [21, 22] .
On the other hand, the findings showed that procedural justice partially mediates the relationship between TLS and job satisfaction (R² =.53), it means both TLS and procedural justice, explain 53.% of variance in job satisfaction, while the direct impact of TLS without the mediation of procedural justice, explains only 25 % of variance in job satisfaction (R² =.53). Accordingly, procedural justice works as a variable strengthens this relationship. Our results consistent with the previous results of [3, 23] . Thus the results of the study confirm that justice has a key role in motivating individuals to integrate into their organizations because the realization of justice sends a message that they feel there is a state of respect and appreciation from the organization and their administration. The research hypotheses proved this fact, which reported the positive role of procedural justice, which is one of the components of organizational justice in increasing the level of job satisfaction.
VI. CONCLUSION
The findings of the current study showed transformational leadership directly positively affects job satisfaction and indirectly through the role of procedural justice as a mediator, where the study confirmed the partial mediation role of procedural justice in the relationship between the transformational leadership and job satisfaction. This means that transformational leadership is able to enhance its role on job satisfaction via procedural justice, which means that it is possible to develop the theory of transformational leadership and improve its performance through the use of other elements act as mediation variables for enhancing its performance. Based on the findings of the study, the study recommends that managers should be encouraged to practice the pattern of transformational leadership with its characteristics and behaviors practices as it is one of the most impact leadership styles on organization effectiveness and increase sense of the Advances in Social Science, Education and Humanities Research, volume 336 procedural justice, as well as it is one of the most leadership methods to take into account the human and productive aspects together. On the other hand, managers should also be trained to practice transformational leadership, where Bass believes that transformational leadership skills can be acquired by education and training, also job satisfaction should be promoted for faculty members and remove the causes of tension and dissatisfaction as well the sense of procedural justice should be promoted by procedures and decisions based on accurate information and achievement of fairness in personal relations and non-aligned. As the case of each study, our study has a limitation; the application of this study was limited to sample members of the teaching staff in the west and did not include samples from other regions for the difficulty of communication, due to instability of the country. Therefore, it limits the ability to generalize the results, on other hands, the data were collected at a cross-sectional and therefore the researcher suggests collecting data from the respondents at more cross-sectional, where the use of this method is expected to help a greater understanding of the nature of the relationship between variables of the study.
